ABSTRACT
ÖNDE GELEN PETROL ŞİRKETLERİNİN TANKER İŞLETEN GEMİ YÖNETİM FİRMALARININ PERSONEL SEÇİM ÖLÇÜTLERİNE ETKİLERİNİN ANALİZİ

ÖZET
Özel bir taşımacılık modu olan denizyolu taşımacılığının alt sektörü olan tanker taşımacılığı dünya ticareti için büyük önem taşımaktadır. Tankerler aracılığı ile taşınan petrol ve türevlerinin gelişen endüstrilerde önemli bir enerji kaynağı olduğu düşünüldüğünde nakliyesi de vazgeçilmez hale gelir. Petrol ve kimyasal taşımacılığı endüstriler için önemli olmakla birlikte, bu taşınan yükler yapıları ve özellikleri gereği çevre açısından büyük riskler taşımaktadır. Bu riskleri en aza indirmede tanker taşımacılığı yapan firmalar üzerinde bazı yaptırım ve dayatmalar mevcuttur. Bu noktada, dünya petrol endüstrisine yön veren aktörler içinde en önemlisi olan önde gelen petrol şirketleri (MOC -Major
INTRODUCTION
In general, transportation consists of five sub-system including air, land, sea, rail and pipeline. However, a large portion of the goods subject to world trade is transported by sea transportation (İTO, 2004; 5) . Ability to move large party goods at one time is major cause for taking a greater share of world trade for sea transport compared to other transport systems.
Maritime transportation is also one of the three preferred methods for transporting large quantities of oil (Rowbotham, 2014: 78) . High amounts of petroleum and derivatives are transported from place to place by tankers built in large size. These cargoes transported by tanker include great risks due to their properties. Any potential harm to the environment of an accident that may occur and the amount of compensation paid by the company is very large dimensions. This brings along some standards. Oil companies which is expressed as a giant on the world and called major oil companies (MOC) are dictates these standards to tanker companies carrying their cargoes (Alemdağ, 2008: 25) . Major oil companies were previously called "Seven Sister" that operates in every area of oil industry. In 1950s, these seven companies (Anglo-Persian Oil Company (later it became BP), Gulf Oil (bought by Chevron), Royal Dutch Shell, Chevron, Total, Exxon (then it merged with Mobil), Texaco (bought by Chevron)) provided more than 90% world oil productions (Özev, 2010: 78) .
Manpower supply which is extremely important for a company is the process of selecting the most proper candidate (Bingöl, 2010: 233) . The process is carried out by determining quality and quantity of company's requirement (Karatepe, 2012: 27) and evaluating the skills, interests and educational status (Sözen, 1973: 8) of the proper candidate within a particular group (Geylan, 1992: 100) . Selecting the right human resources provides high motivation to the company (Kenan, 1996: 60) and it will also be a right investment that gives power and faster development to a team (Andersen, 2000: 1) .
Factors affecting the human resources selection process are listed as followed: laws (Mondy et al. 2002: 177) , selection process (Bingöl, 2010: 233) , organizational structure and hierarchy, size of enterprise (Acar ve Kaynak, 2002: 124) , supply and demand equilibrium, candidate pool and profile (Bingöl, 2010: 236) , and wage policy (Özdoğan, 2005: 65) .
The impositions and enforcements that have been imposed on the human factor which is the most important aspects for a company are critical for minimizing the probability of occurrence of such risks. Human factor also plays a key role to achieve high levels of productivity and provide high quality services to shipping companies (Hinrichs et al., 2013) . Thus, this study aims to find out the effects of major oil companies on crew selection criteria for tanker operating ship management companies. To accomplish the goal, interviews have conducted to a total of 12 companies that engage in tanker operations. The data obtained from these companies were analyzed by content analysis of qualitative research methods.
Within the scope of the study, the paper is organized into five main sections. The first section introduces general information about MOC and factors affecting the human resources selection process. Section 2 finds out the studies in the literature that related to our study and expresses motivation behind the research. Section 3 gives information as to methodology performed in the study. Section 4 is the findings and discussion section. Final section provides results and recommendations for further research.
LITERATURE REVIEW
A few studies related to crew selection criteria for ship management companies were encountered. One of them is about crew selection criteria for ship owning company that operate in İzmir region (Hanhan, 2006) . A crew selection criterion of companies operating in İzmir region was aimed to determine via interview technique used research question. As a result of research, some of the criteria such as experience, reference, foreign language proficiency, are crucial to select employee. The other study prepared by Blanc (2003) is about naval officer selection in Canada. In the study, two studies evaluating the Maritime Officer Selection Test (MOST) were conducted. Study 1 examined the psychometric properties of the individual. Study 2 claimed to determine the selection of future naval officers. As a result of the study, the MOST does not measure what it was intended to assess (i.e. memory, decision making, selective attention), yet it does evaluate other ability required for naval officer training performance (i.e. general reasoning and spatial scanning). Another study prepared by Arslan (2006) is also about human resources management for Turkish Seafarers. In this study, information about the selection criteria for seafarers was shared and analyzed.
On the other hand, it is possible to be reached lots of study about personnel selection in the literature. Some of them are as follows: İbicioğlu and Ünal (2014) conducted a study about human resource manager selection by analytic hierarchy process. They developed a model on the base of analytic hierarchy process and applied the model for the selection of human resource manager among candidates. İstemi (2006) examined Analytical Hierarchy Process (AHP) Method which can be applied in the personnel selection. During the method inspector assistants were selected by using AHP Method. The relationship between personnel selection and performance of selected personnel was investigated. Harbili (2009) aimed to reveal the importance of the employment process and to provide suggestions about selection process in order to establish the most appropriate human resources management system. Erdoğdu (2013) emphasized personnel selection criteria, provided information regarding psycho-technical tests and applied the test to a private enterprise to elaborate the importance of the test during the personnel selection process. Djabatey (2012) intended to assess the effectiveness of the recruitment and selection practices of a company.
The motivation of the study aims to reveal that what kind of impacts and sanctions MOC enforce to tanker operating ship management companies. When examining the literature, the absence of any studies revealing such impacts and sanctions increases the importance and motivation of this study. In this respect, the study is expected to contribution to literature. The study also aimed to reveal the challenges associated with the recruitment and selection practices and to give advice to improve human resource planning and development. Besides aforementioned study, the books and reports (Gusdorf, 2009; Maloney, 2001; Ashby and Pell, 2002; Hall, 2012 ) about how to select and recruit proper people are possible to be accessed from literature, as well.
METHODOLOGY
The study is a qualitative research approach. Qualitative research is one of the approaches that researches use when they want to expose information and analyze data about the nature of reality or the world (Mtsweni, 2008:55) . According to Mason (1997:4) , the qualitative research is also concerned with how the social world is interpreted, understood or produced (as cited by Mtsweni, 2008:56) . Maykut and Morehouse (1994:45) also stated that the qualitative approaches are practical while the researcher aims to have an understanding of a human phenomenon as well as to find out the meaning given to events that subjects experience (as cited by Mtsweni, 2008:8) .
In this study, the face to face interview technique was used for data collection for a predetermined purpose. As shown in table 2, a total of 12 tanker management companies which have the largest fleet that operating in Turkey have been included in the study.
The interview technique is one of the most commonly used techniques in social science research. The interview allowed researchers to explore all questions in all cases (Theotokas and Progoulaki, 2007) . According to Karasar (2005:165) , interview is a data collecting technique through verbal communication. Another description is generated by Stewart and Cash (1985:3) , interview is a reciprocal and interactive communication process based on asking questions and answers. Stewart and Cash (1985: 3) also specify that the concept offers an interpersonal connection between the interviewer and participants. According to Chirban (as cited by Mtsweni, 2008:11) "an interview, in the true sense of the word, gives the "inner view" of the interviewed person.
For analysis of sentences obtained from the participants "weight score (intensity)" method was used as a type of content analysis. The method was also used and implemented in some research studies (Nas, 2006; Sakar, 2013) . In this method each research questions was coded. During coding, the expressions given by each participant have attempted to follow certain patterns. According to the level of expression, the weight score are given to certain patterns. The purpose of doing this is to make distinction between the ordinary expressions and expression that especially to be emphasized. Additionally, the weight score of the concepts can be also determined by weight defined to expression code. For these reasons, weight score (intensity) has been decided to use during to digitization of data (Neuman as cited by Nas, 2006 Nas, : 2008 . The profile information of the companies included in the research is located in Table 2 . 
FINDINGS
The weight scores determined as a result of the response to the question of what the human resources selection criteria and application of tanker operating companies are shown in Table 3 . As seen in the table, the most important criteria is "tanker ship experience" with the weight score of 22 which was remarked by 8 companies. "Foreign Language" and "Reference" stands out as the other important criteria with the score of 15 which was remarked by 9 companies. Table 4 also shows the effects of MOC on crew selection criteria. Weight score is 21, as shown in the table, stated that MOC had a direct effect on the determination and implementation of human resource selection criteria according to personnel managers of 7 companies. "Experience of Inspection" and "Compliance to Matrix" are other important criteria that are taken into consideration with the score of 7 which was remarked by 3 companies. The data related to whether or not the effects of MOC on crew contract duration and number of personnel required being on board is shown in Table  5 . Weight score is 22, as shown in the table, stated that there was no effect of MOC on contract duration according to company representatives of 8 companies. In terms of number of crew on board, on the other hand, they may request more personnel on occasion and also request more personnel depending on type of cargo.  Matrix is the experience of officers with respect to rank, company and type of vessel. According to matrix target, every officer must have minimum experience in their rank, in their company and also type of vessel. Table 6 shows that whether the companies employ foreign personnel and the reason of the selection of foreign personnel. A total of 9 interviewed companies, weight score is 9 as shown in the table, remarked that they didn't run foreign personnel. Besides, a total of 2 companies gave the "Providing Ease Reach the Matrix Target" as a reason of the selection of foreign personnel. Conversely, 1 company stated that the "Current Turkish Personnel Provides Matrix Target". The data obtained for determining the personnel that will be gone a board, companies are subject to difficulties about compliance to matrix and how to solve these difficulties are shown in Table 7 . While a total of 8 interviewed companies, weight score is 20 as shown in the table, remarked that they were subject to difficulties in terms of matrix, a total 4 of them, weight score is 10 as shown in the table, remarked that they did not encounter any difficulties like that. Besides, a total of 5 company representatives stated that they run personnel reserved for voyage to solve these problems. Table 8 shows weight scores related to application to retain personnel who have worked at the company for a long time. A total of 11 interviewed companies, weight score is 20 as shown in the table, implemented "seniority" to hold the personnel. "Timely Submission of Salary" and "Having a Good Relationship and Communication within the Company" are other important implementation and factor for retain the personnel. The data obtained for the implementations related to the personnel that have received a higher qualification in license is shown in Table 9 . A total of 6 interviewed companies, weight score is 14 as shown in the table, remarked that the trusted personnel could be directly gone a broad if the matrix value gave a permission. "Positive Report from At Least 1 Captain" and "Working at Lower Qualification at Least 12 Months" are other prominent promotion procedures according to companies with the score of 14 and 12, respectively. The data obtained for whether companies are using TOTS (Tanker Officers Training Standards) as a training standards and what kind of training that they are applying to the crew are show in Table 10 . All of the interview companies, weight score is 24 as shown in the table, remarked that TOTS was not applied as a training standard. On the other hand, a total of 7 companies stated that the TOTS would be applied in soonest time and a total of 5 companies also stated that the training system similar to TOTS is available within organization.  TOTS is intended to provide the tanker industry with a standard that ensures tanker officer competence through onboard and shore training, evaluating "time in rank" and "time with company" and also easing the problems and difficulties that tanker owners are encountering with the different "officer matrix" requirements of certain charterers. INTERTANKO, 2013. Table 11 shows the weight scores related to MOCs' demands on crew training and the impact of these demands while determining the company training standard. A total of 7 interviewed companies, weight score is 20 as shown in the table, remarked that they created the crew training standard which should include cargo handling and ship handling training at the request of MOC. 
CONCLUSION
Firstly, profile of the company within scope of the study was analyzed. In this context, a total of 143 tanker ship is under management of the companies subject to investigation. The total numbers of seafarers who work in these companies have been identified as 8595 together with off.
MOC; is one of the main actors of the oil and chemical industry which are developing enforcement and implementation on tanker management companies which transport their cargoes. In this respect, it is revealed that MOC have an impact on the process of personnel selection and human resources activities of tanker management companies. In this respect, the most of the interviewed companies create the crew training standards and the process of personnel selection and human resources activities at the request of MOC. In terms of contract duration there is no effect of MOC on. But, MOC have a direct effect on the determination and implementation of human resource selection criteria. "Tanker experience" identified as the most important criteria for the tanker operating ship management companies. Hence, it is understood that the employment of the personnel without tanker experience has low probability. "Vetting Inspection" performance values are also considered as a personnel selection criteria. Working hours in rank are taken in the account for new personnel to be employed. It shows that experience in rank is important for companies in terms of compliance to matrix. TOTS is not applied as a training standard by the whole companies that interviewed. "Seniority" is implemented by the companies to hold experienced crew within the organization. The most of the interviewed companies are subject to difficulties in terms of matrix and the most of the interviewed companies don't run foreign personnel. Besides all these, other effects of MOC are summarized as follows:
 Having an effect on the company promotion procedures.  Having an effect on handover procedures.  Having an effect on the number of personnel required to be on board.  Requesting an extra officer and seaman according to type of operation, voyage zone and characteristic feature of cargo to be transported.  Impact on the availability of personnel from different nationalities.  Impact on company internal and external training.
Recommendations for further research are listed below:
 The scope of research can be expanded by including more number of tanker management companies.  Officers and seamen may also be included in the study in addition to company managers.  Foreign tanker management companies may be included in the sample.  The results obtained using different research methods can be compared with the results of this study.
